This Strategic Research Paper (SRP) addresses the strategic issues of mentoring African-American officers, fostering more effective mentorship programs, and specifying mentorship responsibilities. It recommends ways to resolve the lack of mentorship for minority Army officers. Lack of proper mentorship could adversely affect our nation's national interests by detracting from our military dominance, reducing our security, and weakening our diplomacy. African-American officers must proactively seek out mentors of any race. Senior military leaders, regardless of race, must welcome the opportunity to mentor African-American officers. Our nation expects its military officers to be competent, technically proficient and highly trained professionals in their various military occupational specialties. Mentorship is vital for all officers, regardless of race. In order to groom future African-American officers, we must implement new and innovative mentoring programs in the 21 st century.
MENTORSHIP: STRATEGICALLY LEVELING THE PLAYING FIELD FOR AFRICAN AMERICAN OFFICERS
The Army is transforming itself into a new force for the future... They must be agile and adaptive in order to employ the capabilities that the future Army must possess. The Army must begin now to train the soldiers and grow the leaders for the Objective Force. College, strategic leadership is defined as:
The process used by a leader to affect the achievement of a desirable and clearly understood vision by influencing the organizational culture, allocating resources, directing through policy and directive, and building consensus within a volatile, uncertain, complex, and ambiguous global environment which is marked by opportunities and threats. 18 These three African-Americans displayed superb strategic leader core competencies before the U.S. Army instituted strategic leader competencies for its officer corps. The conceptual, technical and interpersonal are core competencies currently used by senior strategic leaders today. 19 They knew how to lead, how to build consensus, how to direct an organization, and how to make signification contributions to our nation's development. 
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Mentor-Mentee Partnership
In a successful mentoring relationship, the mentor and mentee become partners.
Gordon Shea neatly outlined several prominent factors for creating a superb mentormentee partnership. 44 During the formal mentoring partnership, the mentee can expect:
"an opportunity to learn from the mentor's particular experiences, personal insights, knowledge, and know-how." 45 The mentee, on the other hand, has his or her own important responsibilities for building a balanced partnership. Among other things, the mentee must "appreciate the mentor's help without holding him or her in awe, so no sense of inferiority or fear invades the relationship." 46 A solid mentor-mentee partnership enhances the mentee's social interaction, self-esteem, and confidence in a public forum. Below are three of Shea's mentoring exhibits. occurs almost from the time we are born." 47 On the other hand, Interpersonal training is a "form of conscious human development probably began when groups of people had something -an art or a bit of science or technology -they wanted to pass on to talented, gifted, or, perhaps, just interested individuals." 48 Finally, Shea informs us that "group teaching and learning is a response to the economics of need and the availability of knowledge or skills that can be effectively communicated to many others." 49 Mentoring is a powerful tool that can enhance all three types of learning.
In Figure 2 , Shea portrays the five important theoretical types of one-on-one learning relationships, noting differences in their respective relationships. 50 This model depicts the teacher at the core, while mentoring encircles all the inner roles. 51 The layers are significantly linked through effective mentoring. In other words, the mentor assures that the mentee fully benefits from all of his or her learning opportunities. relationship, and formal program or traditional forms of mentoring. 53 The situational responses "may include sharp, beneficial life-or style-altering effects on the mentee." 54 The informal relationship allows for greater personal interactions between mentor and mentee. The informal mentoring relationship is "very responsive to mentee needs." 55 The most structured of the three is the formal mentoring program. This program is "the source of a developing relationship -friendship." 56 The U.S. Army should strongly consider using all of Shea's methods to develop effective mentor and mentee partnerships. 5. Time related due to chain of command dependency.
5. Time independent: can last until death of either associate or mentor.
6. Has a legal base in UCMJ, MTOEs, oath of commission, Constitution, etc.
6. Authority base is personal consent. include a block that reports whether the rater involuntarily or voluntarily mentored the ratee Soldier during the rating period at least twice. Secondly, the ratee Soldier on the DA FORM 67-9-1 should be afforded the opportunity to state whether he or she received meaningful mentoring, required quarterly counseling, or a combination of both during the rating period. Thirdly, the senior officer must be diplomatic yet passionate about mentoring a minority officer. Fourthly, the U.S. Army should make mentoring mandatory and hold raters and senior raters accountable for providing mentoring. The officer evaluation reports should include mentoring experiences. Fifth, fostering an effective climate for minority officers and mentors is essential. By fostering a personal relationship and communicating with the ratees, the rater lays the groundwork for effective mentoring. Six, the rater should encourage minority officers to participate in social events. Likewise, ratees and raters should discuss assignments and career enhancing jobs in frequent face-to-face or telephonic quarterly counseling. The rater should take a hands-on approach in the ratee's professional development and into these resources can be a daunting challenge, but doing nothing is shameful.
African-American officers are visionaries, innovators, dreamers, creators, leaders, builders, and doers. We made it past slavery, the unwritten and written Jim Crow laws, and civil rights movements. We were hassled and discouraged and told we lacked the along the journey of our lives. We trust them because they have been there before.
They embody our hopes, cast light on the way ahead, interpret arcane signs, warn us of lurking dangers and point out unexpected delights along the way." 65 As U.S. Army leaders, we must reach out to our younger African-American officers and enable them to prosper from the benefits of mentoring.
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